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This study attempted to explore those forces (internal
and external) that influence the type of decisions made by
minority administrators in local government, private industry
and non-profit organizations. The respondents for this study
included fifteen minority administrators from local government,
seven from the private sector and six from non-profit
organizations.
The major findings of the study are as follows: (1) In¬
ternal and external forces do influence the decisions of
minority administrators, (2) there are internal and external
forces unique to the decision making of black administrators,
and (3) there is no significant difference in the type of deci¬
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The society in which we live is founded upon the white
Anglo-Saxon Protestant ethic. It is based solely on capitalism
and an entangling complexity of organizations and organiza¬
tional processes which are best characterized as bureaucratic.
The life of every individual, to some great or lesser extent,
is influenced by this web of bureaucracy. Germane to such
organizations, whether political, economic or social by nature,
is an administrative component which seeks to accomplish the
goals and objectives of that organization. Of particular con¬
cern to this Substantive Paper are those internal and external
forces which impact the decision-making processes of adminis¬
trators, particularly minority administrators.
Historically, minority groups have been systematically
excluded from making decisions and having input into the admin¬
istrative processes of local government, private industry and
non-profit organizations. Further, given the past decade of
racial injustices which confronted minorities, the turmoil of
the 60's also generated such controversy as governmental
requirements for integration, equal rights, and affirmative
action. While efforts to circumvent such obligations persist
in a number of governmental jurisdictions, the number of
minority administrators has grown substantially in comparison
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with previous years. This growth has been very visible on the
local government level (see Attachment "A"), but not in private
industry and non-profit organizations.
In recent years, minorities have gained access to posi¬
tions of authority which requires them to make decisions on
issues which they have previously had little or no exposure and
experience. This factor, coupled with the reality of institu¬
tional racism, has significant implications for the minority
administrator who must function in such an environment.
This paper is illustrative of the sensitivity to such
implications, of which a constant awareness is pertinent for
minority administrators. The absence of such an awareness and
the associated problems and issues will limit his/her capacity
to make effective decisions which significantly impact the
lives of several people.
While it is believed that minority administrators should
address those program decisions, policies and procedures which
enhance the social and economic functioning of minorities,
simultaneously existing is the reality that they function
within a bureaucratic setting and the controls and restraints
therein. The following is an attempt to examine some of the
controls and restraints that influence decisions of minority
administrators.
DEFINITION OF TERMS
1. Decision - A course of action consciously chosen from
available alternatives for the purpose of achieving a
desired result.
2. Internal Forces - (1) Existing or situated within the
limits of a Bureau, Department, Agency or office,
(2) Situated inside of the human system (i.e,, feelings,
values).
3. External Forces - Existing independent of the person and
established limits.
4. Administrator - An individual legally vested with the
right to perform executive duties.
5. Minority - A part of a population differing from others
in some characteristics and often subjected to differen¬
tial treatment.
6. Bureau - A subdivision of an executive department of a
government.
7. Department - A major administrative division of a
government.
8. Office - A subdivision of government departments.
9. Agency - An administrative division of a government.
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10. Elected Official - An individual selected to an office
or position by vote of the general public.
11. Appointed Official - An individual named officially to a
position, usually by an elected official.
12. Civil Service Employee - An individual who has been
appointed to a position through the process of a com¬
petitive examination.
13. Peer Group - Individuals belonging to the same group in
society when membership is determined by age, grade,
and/or status.
14. Local Government - The government of a specific local
area constituting a subdivision of a major political
unit.
15. Private Industry - An organization that is privately
owned and organized to carry out purposes to make finan¬
cial gains for the owners and whereby profits are
distributed to the owners.
16. Non-Profit Organization - An organization established
for the purposes of carrying out scientific, educational
or eleemosynary activities, but not designed to make a
profit to distribute to stockholders.
RESEARCH PROBLEM
The problem for investigation within this research has
one fundamental premise: There are internal as well as exter¬
nal forces which significantly influence the decision-making
function of minority administrators.
Within the context of this premise, minority administra¬
tors are faced with the problem of making effective decisions
that impact the lives of several other individuals, based on
the influences of those in their immediate and surrounding
environments.
In such a position, of being influenced by internal and
external forces, the minority administrator still has the
responsibility of supporting the organization for which he/she
works.
Essentially, since minority administrators have as their
primary function the duty of decision-making, they are open to
the influences of those individuals who are affected by these
decisions.
The problem that administrators encounter in their
decision-making capacity, as a result of these internal and
external forces, is making decisions that are oftentimes
unsound, hasty, illogical, and impractical.
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Having presented the generic problem statement with
regard to the minority administrators in their decision-making
role, the hypothesis which served as a guide in this investiga¬
tion is as follows;
Hypothesis
The decision-making process of minority administrators
in local government, private industry and non-profit organiza¬
tions is significantly influenced by such unique internal and
external forces of the minority community, the media, public
scrutiny, and a set level of expectations of performance from
the general public.
Assumptions
In any given research effort, it becomes virtually
impossible to ascertain or control all variables which come
into play. Therefore, certain assumptions were made prior to
an investigation of the Hypothesis. These assumptions are as
follows;
(1) Minority administrators are caught up in a
situation of trying to make effective decisions based on their
values and beliefs (internal), conformity to the organization's
values (external), and expectations of the general public, both
minority and majority communities.
(2) The decision-making process of the minority admin¬
istrator is significantly influenced by such characteristics as
his/her age, sex, education, and years of professional work
experience.
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(3) There is a noticeable difference between what will
affect the decision-making of a minority male administrator and
a minority female administrator,
(4) Minority administrators will make decisions which







Most administrators' duties involve making decisions of
one kind or another. An administrator is oriented toward
making decisions rather than toward performing the actions
him/herself; the actions are carried out by others. Thus, an
administrator can be viewed as a specialist in the art of
decision-making.
All human beings make decisions that affect their own
actions. Administrators are primarily concerned with making
decisions that will influence the actions of others. Thus, the
decision-making process of an administrator is affected by
his/her environment and the role that he/she assumes.
For the purpose of this Substantive Paper, a decision is
defined as a course of action consciously chosen from available
alternatives for the purpose of achieving a desired result.
Three ideas are important in this definition. First, a deci¬
sion involves a choice; if there is but one alternative, no
decision is possible. Second, a decision involves mental pro¬
cesses at the conscious level. The logical aspects are
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important, however, emotional, non-rational and subconscious
factors do influence the process. Third, a decision is
purposive; it is made to facilitate the attainment of some
objective.
REVIEW OF THE LITERATURE
Thus far, in an exploration of the existing literature
relative to decision making by minority administrators, there
is a void of any empirical research on the internal and exter¬
nal forces which influence these decisions. This lack of
available information has made the writing of this Substantive
Paper difficult, yet all the more important. The review of
literature did reveal, however, the existence of an awareness
among black professionals that there are dilemmas which
confront all minority administrators. The articles were infor¬
mative because they provided some insight into the problems
that minority administrators encounter in making decisions.
In the Journal of Afro-American Issues (spring 1975), a
series of articles were presented with diverse perspectives of
minority administrators. The article, "The Black Administrator
in the Public Bureaucracy," included case studies which
depicted administrative problems which minority administrators
encounter. Such problems included personnel selection, super¬
vision of staff, purchasing problems, dismissal problems,
working with special interest groups, inadequate agency
support, implementing affirmative action, and conforming to
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bureaucratic and organizational patterns.^ These problems
confront all administrators, but pose a special problem for
minority administrators.
One of the cases was highly relevant in examining the
influences which impact the decision making of minority
administrators. It pinpointed some of the hazards that the
change-oriented minority administrator must confront in main¬
taining a positive orientation toward change as he/she makes
progress in moving in and up within the organization. The
author indicated that in an organization, minorities are
expected to be part of the team, to observe certain amenities
on the job and to project general cordiality. Minorities
external to the system by contrast, expect the minority admin¬
istrator to take an aggressive stand, and they do not give
full recognition to the social context in which the administra¬
tor must operate. Black militants expect black administrators
to use much of the same rhetoric as they do and to evidence
similar feelings of distrust toward their non-minority
counterparts. However, militancy, confrontation and hostile
feelings are considered out of place for minority administra¬
tors.^ This situation poses problems for the administrator
^Lawrence C. Howard and Joyce M. Roberson, "The Black
Administrator in Public Bureaucracy; Case Studies on Cross-
Cultural Pressures," The Journal of Afro-American Issues,
vol.3 (spring 1975), pp. 217-218.
^Ibid, p. 225.
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because he/she must make a decision to conform to the values of
the organization or represent the values of those people in
his/her respective community.
Minorities external to the organization do not
understand the dynamics of the administrator's social context.
They see the minority administrator as a catalyst for change
only. Floyd McKessick, in the forward to Nathan Hare's The
Black Anglo-Saxon^ states that no matter how much influence
blacks think they have in the white power structure, when that
power begins to irritate whites, it will be withdrawn.^
Because of this threat, minority administrators are sometimes
reluctant to make decisions based solely on their beliefs and
values.
Executive stress for all administrators, both minorities
and non-minorities, is well known. It is a human hazard in
local and county government organizations. However, as
addressed by Robert W. Brown in "The Black Tax; Stresses
Confronting Black Federal Executives," black administrators in
addition to the usual stress, must confront a set of per-
sonlized social strains, which grow out of their "blackness",
in an administrative environment which is almost exclusively
white.^ Brown asserts that some of the most common
^Nathan Hare, The Black Anglo-Saxon, (London; Collier-
Macmillan Publishers, 1965, 1970), p. 14.
^Robert W. Brown, "The Black Tax; Stresses Confronting
Black Federal Executives," The Journal of Afro-American Issues,
vol. 3, no. 2 (spring 1975), p. 209.
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manifestations of the Black Tax are conspicious powerlessness;
mutual distrust resulting in paronoid isolation; and the double
binds of being labled an "Uncle Tom." Brown concludes that
unless the minority administrator has reached the summit of
self-definition and self-concept, he must constantly ask
whether he/she is a pawn of the establishment and whether
he/she is acting as an agent of the established order.^
All of the controls and influences that Brown asserts,
impact the decision-making process of minority administrators.
These administrators are caught up in a situation of trying to
make effective decisions based on their values and beliefs
(internal), conformity to the organization's values (external),
and expectations of the public, particularly the minority com¬
munity (external).
Adam Herbert, in his article on "The Minority
Administrator: Problems, Prospects, and Challenges," notes
that ultimately every minority administrator must consciously
or otherwise respond to two basic and difficult questions:
(1) "What responsibility do I have to minority group people?"
and (2) "What role should I attempt to play in making govern¬
ment more responsive to the needs of all people?"®
In addressing these questions, six forces should be
®Ibid, p. 209.
®Adam W. Herbert, "The Minority Administrator: Pro¬
blems, Prospects, and Challenges," Public Administration Review,
vol. 34, no. 6, (Nov/Dec, 1974), p. 560.
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considered which confront minority administrators and signifi¬
cantly influence his/her potential for making effective
decisions. These forces are: systems demands, "traditional"
role expectations, colleague pressures, community
accountability, personal commitment to community, and personal
ambitions.^ Although Herbert speaks specifically to admin¬
istrators in government positions, these forces are applicable
to all minority administrators regardless of the level in which
they function.
The minority community is a very important element in
the functioning and decision-making responsibilities of the
minority administrator. Dr. Rich Wilbur in his article,
"Special Role and Role Expectations of Black Administrators of
Neighborhood Mental Health Programs," made mention of a few
points regarding the black administrator-community relation¬
ship. Within the context of his/her position, the minority
administrator must play various roles for many people. The
organization's evaluation of an administrator is not based on
whether he/she can handle efficiently the professional aspects
of the job, but whether he/she is capable of controlling the
demands of the community.®
The external force of community demands represent a
^Ibid, p. 562.
®Rich Wilbur, Ph.D., "Special Role and Role Expectations
of Black Administrators of Neighborhood Mental Health Programs,"
Community Mental Health Journal, vol. 3, (Winter 1975), p. 394.
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special problem for the administrator because of their
intensity. He/she is often asked to deal with problems and
make decisions outside of his/her competence; and to refuse,
involves risk of credibility with that community. Thus, the
minority administrator spends a great deal of time and energy
trying to convince community residents that he/she is not part
of the establishment.^
It is obvious that the organization in which the admin¬
istrator functions cannot be overlooked as one of the forces
that influence his/her decisions.
Organization is important, first, because organizational
environments provide many of the elements that mold and develop
personal qualities and habits. Organization is important,
second, because it provides those in responsible positions
(i.e., administrators) the means for exercising authority and
influence over others. Organization is important, third,
because by structuring communications, it determines the en¬
vironments of information in which decisions are taken.
It is difficult to understand the type of decisions made
by a minority administrator without understanding the organiza¬
tion in which he/she works. His/her behavior and its effect on
others are oftentimes functions of his/her organizational situa¬
tion.
9ibid, p. 395
l^Herbert A. Simon, Administrative Behavior; A Study of
Decision-Making Processes in Administrative Organization (New
York: The Free Press, 1970), p. 102.
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The organization seeks to influence the decisions of
administrators in some of the following ways.
(1) The organization divides work among its members.
By giving each a particular task to accomplish, it directs and
limits his/her attention to that task. For example, the admin¬
istrator of the Personnel Department concerns him/herself with
recruitment, training, classification, and other personnel
operations. He/she does not have to be concerned about
accounting, purchasing, or planning which are equally as impor¬
tant to the organization, because he/she knows that they have
been provided for elsewhere in the organization structure.
(2) The organization establishes standard practices.
By deciding once and for all (or at least for a period of time)
that a particular task shall be done in a particular way, it
relieves the administrator who actually performs the task for
the necessity of determining each time how it shall be done.
(3) The organization transmits decisions downward (and
laterally or even upward) through its ranks by establishing
systems of authority and influence. The most familiar form
this takes is the hierarchy of formal authority, but of equal
importance are the assignments to particular individuals of the
formal function of advising, and the growth in any actual organ¬
ization of an informal system of influence based partly upon
formal status, and partly upon social relationships.
(4) The organization provides channels of communication
running in all directions through which information for
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decision-making flows. Again, these channels are both formal
and informal. The formal channels are partly based on, and
partly separate from, the lines of formal authority, and the
informal channels are closely related to the informal social
organization.
(5) The organization trains and indoctrinates its
members. This might be called the "internalization" of
influence, because it injects into the very nervous system of
the organization members the criteria of decision that the
organization wishes to employ. The organization member
acquires knowledge, skill and identifications or loyalties that
enable him/her to make decisions by him/herself, as the organi¬
zation would like him/her to decide.
l^Herbert. A. Simon, Administrative Behavior; A Study of
Decision-Making Processes in Administrative Organization (New
York: The Free Press, 1970), p. 102.
STEPS AND TRENDS IN THE DECISION-MAKING PROCESS
Decision making is the primary function of an
administrator; therefore, it is important to review briefly
some of the steps involved in the decision-making process.
A sound decision depends on the administrator being
consciously aware of the factors that set the stage for the
decision. The environment of the administrator determines many
factors that must be accepted as being out of his/her control.
Some decisions may appear to be simple at first glance because
the administrator fails to comprehend the number of factors
that impinge on the situation. Broad education and experience
may tend to complicate the task of decision making by increas¬
ing the awareness of the number of factors involved. This can
oftentimes cause confusion, but the administrator must
recognize that he/she cannot consider all the facts and that he
or she must develop an approach for retaining the most impor¬
tant and relevant facts in mind.
More importantly, a sound decision is dependent upon the
recognition of the right problem. Many times, the administra¬
tor is so intent on arriving at the right answer that he/she
fails to perceive first, the right question.
It is imperative that the administrator get the proper
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definition of the right problem. Out of numerous problems and
facts, the administrator searches for an understanding of the
problem aimed at a definition that will strike at the heart of
the issue and provide answers to lesser problems.
The search for the correct question in decision making
depends upon the ethical problem of determining the end to be
sought. A decision is rational if it selects means that lead
to desired results. Therefore, it is useful to differentiate
between means and ends; although, in reality, an end for one
decision is a means for another. As an example, I wish to get
a job (means) to earn money (end); I want the money (means) to
pay for my education (end). The education, in turn, becomes a
means for access to higher salaried positions (end). A deci¬
sion must result in action if it is to be effective. The
entire process is directed toward securing action.
The decision-making process begins early, even before
the problem has been defined, and it ends long after the solu¬
tion has been chosen and put to work. In brief, the steps to
the decision-making process are:
Recognition - A decision situation occurs when there is
a problem to solve or an opportunity to explore. Problems are
often obvious when there is a conflict or failure in
performance. Opportunities are less apparent and need to be
actively pursued.
Definition - Some objective is being violated, or is
being adequately met. Before the problem can be solved or
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the opportunity pursued, the governing objective must be de¬
fined. The problem or opportunity can then be stated,
including the criteria for a successful solution.
Analysis - The problem is divided into its component
parts so that it can be studied. Facts are gathered. Critical
factors are identified.
Synthesis - This step, which may begin before analysis
ends, includes creating, building, manipulating, and weighing of
models of possible solutions. A solution may be tried out in
real life; or a model may be constructed so that various solu¬
tions can be manipulated, tested, measured, and compared with
the objective for the decision.
Choice - This is the moment of decision (yet it may seem
anticlimatic if the long process of synthesis has brought forth
one alternative that is obviously better than any other).
Implementation - Putting the decision to work includes
determining the timing for implementation, assigning respon¬
sibility and communication (e.g., announcing a change in policy
or procedure that is to be implemented).
Follow-up - Frequently overlooked, a post decision audit
helps ensure that the implementation is proceeding as planned.
Even more important is the measurement of results to see how
successful the decision was. Did it achieve its defined objec-
tives?^2
l^Robert C. Weisselberg, The Executive Strategist (New
York; McGraw-Hill Book Company, 1969), p. 38.
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Trends in Decision Making
The administrator must be deeply involved in the
recognition and definition of decision situations, particularly
so that he can select those problems and opportunities that are
most worthy of pursuing. While the administrator has the
authority to delegate the analysis and synthesis to key staff
members, the responsibility for choice is his/hers. At the
time of choice, the administrator steps back into the act by
weighing and testing in his/her own mind the alternative
solutions, and adds his/her own knowledge.
The task of analysis and synthesis; of investigating the
problems and opportunities and building model solutions, has
gotten to be quite a specialized business. Therefore, the
administrator delegates much of the problem-solving work to
internal staff and outside professionals.
Assigning the analytical tasks to specific individuals
or groups is a primary responsibility of an administrator.
With the act of choosing the appropriate "thinking resource",
he/she has delegated some of the decision-making authority and
has identified the group that is to carry the ball.
Decision making is a vital part of an administrator's
role in business and government, large organizations and
smaller ones.^^ There are fewer, more critical decisions being
made at a higher level; many subsidiary decisions are being
13ibid.
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made automatically; and, with the help of decision strategies
and computerized solutions. The decision process as a whole is
being transformed from an intuitive skill to a science.
A pattern that is becoming typical is this: The top
administrator makes a policy decision to investigate a new
approach. Specialists are called in to design a recommended
program to meet the criteria set up by the administrator. If
the program is accepted, many decisions once made by an admin¬
istrator are now specified by the system via decision
strategies.
The advent of the computer, however, has only emphasized
a trend already in progress: The shift away from many
individual, intuitive decisions to programmed, formula choices.
Despite this, the determination of objectives, the selec¬
tion of strategies, and the responsibility for results, as well
as broad policy decisions and the establishment of basic guide¬
lines for the systems and the programs, will always remain the
responsibility of the administrator. In the final analysis,
the final decision must be made by a single individual bearing
the responsibility for the decision. Resultingly, the
administrator, as an individual, is the decision-maker.
l^ibid.
MODELS OF DECISION MAKING
Theories of decision making are eminently suitable for
important insights into the infrastructure of an organization.
Since decision making is a necessary function of an adminis¬
trator, it is necessary to review some of the models that they
utilize for arriving at decisions. In a careful analysis of
the "state of the art," Yehezkel Dror identifies seven
decision-making models:
(1) Pure-Rationality; This approach centers upon devel¬
oping "a universal ideal pattern for decision making" which
should be approximated as closely as possible.
(2) Economically Rational Model: This is the same as
the first except that efficiency and economy would be
maximized.
(3) Sequential-Decision Model: This focuses upon
experimentation among a variety of alternatives in order to
determine and adopt the most effective policy.
(4) Incremental Model: This is Lindbolm's well-known
"muddling-through" explanation as to how policy is made. That
is, there is no planning. You just, "come hell and high
water," somehow muddle through.
23
24
(5) Satisfying Model; Built upon Herbert Simon's
"satisficing" approach to decision making. It focuses upon
choosing the first satisfactory alternative without exhaus¬
tively examining all possibilities.
(6) Extra-Rational Model; Based upon extra-rational
processes for arriving at the most optimal methods of decision
making and policy making.
(7) Optimal Model; This is an integrative aproach
which focuses identifying values, practicalities, and problems.
These are integrated into the resolution of the problems and
then focus upon resource allocation, goal setting, program
alternatives, predictability of results, and evaluation of the
"best" alternatives. Then the decision is made as to which are
acceptable options.^^
^^Herbert A. Simon, Administrative Behavior; A Study of
Decision-Making Processes In Administrative Organization (New
York: The Free Press, 1970), p. 205.
DECISIONS AND OUTCOMES
One thing becomes very obvious when one is involved in
the decision-making process. That is, if you want to make
decisions that more often result in outcomes you prefer or
desire, it is essential that you know very clearly what you
want to achieve,
A lack of self knowledge is usually the greatest
deterrent to good decision making. Good decision making begins
with knowing what your values are and establishing objectives.
There is a clear distinction between a good decision and
a good outcome. An outcome is good if you like it, if it is
what you desire, if it fits in with your values.
The good outcome you desire is in your objective. It is
what you want to happen as a result of your decision. When an
administrator is making his/her decision, it helps if the
objective can be stated very clearly.
An objective is what the administrator intends to
accomplish. It is what he/she strives for. An objective can
be long range or short range. Stating a desired outcome as a
clear objective is an important decision-making skill.
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INTERNAL AND EXTERNAL FORCES INFLUENCING
THE DECISIONS OF MINORITY ADMINISTRATORS
There are forces which influence the decision-making
process which are both internal and external. Internal, within
the individual and his/her social context (organization), and
external, outside of the individual and organization.
The quality of a decision depends significantly on the
factors which influence it. The list which follows will
briefly describe the realities of the decision-making process
as perceived by the researcher, and their relationship to
minority administrators.
(1) The minority administrator is often unaware of the
processes (or at least of parts of them) by which he/she
reaches his/her decision.
(2) Nearly all decisions that the administrator makes
involve some subconscious and tacit processes; how much will
depend on the particular decision. In most cases, however, the
more complex a decision is, the more important the
administrator's subconscious processes are.
(3) The decision-making process of the administrator is
significantly influenced by such characteristics as his/her
26
27
social status, sex, intelligence, education, motivations,
beliefs, and degree of self-direction,
(4) The decision-making process is significantly
influenced by the emotional-physical state (internal force) of
the administrator, (e.g., anxiety, pain, anger, fatigue) and
how involved he/she is in the decision,
(5) The decision-making process is significantly
influenced by such aspects of the administrator's social
environment (external force) as opinions expressed by friends
and work-colleagues and by the media,
(6) The decision-making process is influenced by
whether relevant data are available, but the perception of data
is itself significantly shaped by other variables (e,g,,
education, intelligence, beliefs, etc,).
All of the factors mentioned above as internal and
external forces which significantly influence the decisions of
minority administrators are not unique to minorities. It is a
fact that these influences have an impact on the decisions made
by all administrators.
However, there are forces which the researcher must
emphasize as being unique to minority administrators.
First, let's consider for a moment the status of the
individual (i,e,, minority). There are external forces such as
public scrutiny and the comparison of job performance with that
of his/her non-minority counterparts that might impact any
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given decision. In some instances, rather than making a deci¬
sion based on the facts available, the minority administrator
exercises extreme caution in making a decsion that would be
well received by the public, because he/she realizes that every
move made is being observed.
In addition to this force of influence, certain segments
of this society compare the minority administrator with his/her
non-minority counterpart. This puts a heavy burden on the
minority administrator because he/she is always in a com¬
petitive posture. Thus, he/she is constantly trying to prove
that he/she is equal to his/her counterparts in terms of job
performance. With this type of negative influence, it is easy
for the minority administrator to lose sight of his/her primary
function of making sound, effective decisions.
The second factor which is unique to the decision-making
process of the minority administrator is the minority
community. Many of the positions that minority administrators
occupy today are due to the support of the minority community
and their efforts to change the racist attitudes of those
responsible for hiring and promotions. This is particularly
relevant to local elected officials because without the vote of
confidence from the minority community, they would not be in
office today.
This factor is emphasized because the members of the
minority community look to those minorities in powerful or
decision-making positions to assist them with various needs and
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resolutions to their problems. Therefore, minority administra¬
tors are often pressured by individuals in the minority
community to make decisions that will reflect favorably on
them, although oftentimes a better decision could have been
made.
Minority administrators do make decisions based on the
type of pressure they receive from the minority community.
Keeping your constituency happy is very important in some
positions.
The media also plays a tremendous part influencing the
decisions of minoirty administrators.
The researcher is not alarmed at the fact that the media
in the City of Atlanta would be a negative external force that
would have a significant influence on decisions made by
minority administrators. The researcher speaks specifically of
The Atlanta Journal/Constitution which actively seeks to
overtly exploit minorities, particularly blacks who have gravi¬
tated to powerful positions.
The net result, again, is that minority administrators
make calculated decisions in order to prevent the media from
blowing the issue out of proportion. It is unfortunate that
some decisions are made, whether they be good, bad or
indifferent, only to appease the media.
The other and last influence which the researcher con¬
siders unique to the minority administrator is the degree to
which their decisions really make a difference in the outcome
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of a situation. This factor must be considered because even at
the writing of this paper, April, 1980, minority administrators
are still being hired only to meet affirmative action goals.
Thus, the power of decision making is not vested in them to the
extent that it impacts the outcome of a situation. This
frustrating experience can eventually cause the minority admin¬
istrator to withdraw from the decision-making function, which
can result in the stagnation of growth.
There are probably other internal and external forces
influencing decisions which are unique to minority adminis¬
trators, The researcher has only discussed those that were






This research effort sought to explore the various
internal and external forces which influence the decisions of
minority administrators. Therefore, this is an exploratory
paper for the researcher to obtain a better understanding of
the influences on decision making and how minority males and
females in different levels of government, private industry and
non-profit organizations react to these influences.
In accordance with the research objective, the popula¬
tion for investigation was minority administrators (male/female)
employed by local government, private industry and non-profit
organizations. This population was decided on because the
researcher felt that the organizations were diverse enough to
obtain a good cross section of responses. With this objective
in mind, the researcher compiled a list of forty (40) persons
to participate in this study.
From the population of forty (40) persons, a sample size
of twenty-eight (28) was drawn. This is as a result of only 28
of the participants answering and returning their questionnaire.
A letter (see Attachment "B") was forwarded to each of
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the participants requesting their assistance in this research
endeavor.
The activity of data collection was performed utilizing
the instrument of a questionnaire (see Attachment "C") and one-
on-one interviews with some of the respondents. The question¬
naire was constructed in four (4) parts. Part I contained
items which provided personal data on the respondent. Part II
included items which provided information on the respondent's
position and roles. Part III asked questions regarding
decision making and Part IV concerned itself with the rela¬
tionship of the respondent to the minority community.
The researcher used a code of a green dot to determine,
when the questionnaires were returned, whether the individual
was a local government official (whole dot), private industry






The analysis of the responses from this exploratory
study on the internal and external forces that influence the
decisions of minority administrators was performed utilizing
marginals. Marginals are a tabulation of the responses to each
question or the percent of respondents that gave each of the
possible responses to each question. This exploratory study
consisted of nominal variables.
There was a total of forty (40) letters/questionnaires
mailed to individuals in the local government, private sector
and non-profit organizations. There was a return of 70% or
twenty-eight (28) of the questionnaires. Twenty-two (22) or
55% of the questionnaires were mailed to local government offi¬
cials with a return of fifteen (15) or 68%; ten (10) to indivi¬
duals in the private sector with a return of seven (7) or 70%;
/
and seven (7) to persons in non-profit organizations with a
return of six (6) or 86%. The researcher anticipated a higher
return of the questionnaires since they were mailed one month
in advance of the requested return. Nevertheless, the returned
responses have been valuable in assisting the researcher to
33
34
identify the various forces which enter into the decision¬
making process of minority administrators.
As a required variable for all participants, the total
sample was minority administrators. The sample consisted of
Black females and males and one Dutch female.
Part I of the questionnaire was for the purpose of pro¬
viding the researcher with personal data on the respondent.
Fifty-seven percent of sixteen (16) of the respondents were
males; forty-three percent or twelve (12) were females. The
highest educational level attained by the respondents was a
Ph.D,, and their field of study varied. (See Attachment ”D".)
The questionnaire was mailed to individuals who are
administrators for bureaus, departments, offices and agencies.
Of those responding to the questionnaire, fourteen percent or
four (4) are administrators for a bureau; eighteen percent or
five (5) are administrators for a department; seven percent or
two (2) are administrators for an office; twenty-one percent or
six (6) for an agency and thirty-two percent or nine (9) indi¬
cated that they are administrators for other than that which
was listed.
In terms of the years of professional work experience
the respondents had prior to becoming an administrator, most of
them stated between 0 to 5 years which is 39% of all
respondents. However, the years of actual working experience
was between 16 and 20 years for 25% of the respondents.
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These statistics could imply that these administrators
needed more professional work experience prior to becoming an
administrator to prepare them for the responsibilities of that
position.
The researcher also was interested in learning whether
the respondent was an elected official, appointed official,
civil service employee, or fell altogether in another category.
Of those individuals who responded to this questionnaire,
twenty-five percent or seven (7) were elected officials;
thirty-six percent or ten (10) were appointed; four percent or
one (1) a civil service employee and thirty-two percent or nine
(9) did not fall within either of these categories.
This question was asked because it lets the researcher
know, or at least gives some indication as to why a particular
question was answered a certain way. An elected official is
concerned with making the best decision to maintain the support
of his constituency and assure his/her reelection should that
be a desire. An appointed official is more concerned with
making the type of decisions that are in conformance with the
rules and regulations of his/her agency or organization. An
appointed official must remain more flexible than an elected
official because there is always the possibility of being fired
or forced to resign. On the other hand, unless an elected
official becomes involved in an activity which violates the
codes of misconduct, he/she is generally secure for a four year
time period. The civil service employee is a "public servant".
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He/she simply performs the work that is assigned. The civil
service employee does have a slight advantage over the other
categories of employees. It is very difficult to fire a civil
service employee unless there is documented justification.
Civil service workers have no need to satisfy constituencies or
the individual who appointed him or her. Their position was
obtained through the competitive process of examination, and it
must be proven beyond all doubt that the civil service employee
has become negligent in his/her duties and is therefore being
terminated.
Since staff members have an influence on the decisions
made by an administrator by the mere fact that they research
and provide the administrator with data on which to base some
of his/her decisions, the researcher inquired about the number
of people each administrator directly supervised. These
figures were high considering the numerous responsibilities of
an administrator. Sixty-four percent responded that they
supervised between 0 and 10 persons; eleven percent supervised
between 11 and 21; seven percent supervised between 22 and 32
and eighteen percent supervised more. The highest number given
under the more category was the supervision of sixty (60)
persons.
The resercher questions the administrator who directly
supervises sixty (60) persons. If an administrator supervises
sixty (60) people, there is very little time left for his/her
other responsibilities. In addition, if an administrator has
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the responsibility of supervising this many people, they must
also report to him/her directly. Since this is unlikely, the
researcher concludes that this respondent misread the question.
The researcher also speculates that the persons who
directly report to an administrator have an influence on the
type of decisions he/she makes. While the ultimate decision is
left to the administrator, people that he surrounds him/herself
with will have input into this process.
Part III of the questionnaire included items which were
to provide the researcher with data regarding decision-making
and those pressures which influence this process. The results
of this section clearly indicate that internal as well as
external forces play a significant part in how decisions are
made by minority administrators.
It should be noted at this point that part of the
researcher's methodology for gathering data was observation.
It was observed by the researcher that some minority admin¬
istrators dislike making decisions. Making a decision means
that you have to (must) take a position on a particular issue.
Rather than taking a position, some administrators would prefer
to remain neutral, thus uncommitted and flexible. This is an
alarming observation because the administrator's role necessi¬
tates that the individual be comfortable with the decision¬
making process and be prepared to make choices.
The first question asked of the respondent and one that
is significant to the quality of the decisions made is, "How
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often does your input into decision making have a major
influence on the outcome of the situation?" This question is
important because if an administrator's input has no bearing on
the outcome of a situation, he/she will not deem it worthwhile
to make decisions. Perhaps this explains the reluctance of the
administrators whom I have observed not interested in making a
decsion. (See Attachment "E".)
More than half of the respondents (71%) stated that very
often their decisions have a major influence on the outcome of
a situation. In viewing this same question as it was answered
by males versus females, 81% of the males and 67% of the
females indicated very often. Therefore, these administrators
view their decisions as being important and effecting needed
change.
Question number 13 sought to determine how much influ¬
ence an administrator's peers have on the type of decisions he/
she makes. Twenty-one percent stated that peer group pressures
influence the kind of decisions they make often, and 21% stated
that peer group pressure never influences their decisions. A
more candid and realistic response came from the third category:
sometimes. Fifty-seven percent of the respondents replied that
their decisions are sometimes influenced by peer group pressure.
More females than males expressed that their decisions are
never influenced by peer group pressure with 33% to the males'
13%. The researcher believes that the males who participated
in this study responded to this particular question in complete
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candor; whereas the females, perhaps because the role of
administrator is relatively new, gave the impression that
they are seldom influenced in their decision making.
The key work in this question is "influence". All human
beings are influenced. This does not imply in any way that the
administrator allows his/her peers to make the decision.
Again, that responsibility rests with the administrator.
Influence means to listen to your peers and receive their feed¬
back in the form of advise and suggestions. If administrators
consult with their peers regarding the position they should
take on a given issue, and the researcher feels they do, then
this advice and suggestions influence the ultimate decision of
the administrator.
The researcher thinks it's wise to consult with your
peers on certain issues. Your peers, if they are not inti¬
mately involved in the situation, can be far more objective
than the administrator who is personally involved. For an
administrator to state that peer group pressure does not
influence their decisions, is to be dishonest with him/herself.
As an observer of minority administrators in the highest
positions in line management positions, specifically their
decision-making function, the researcher strongly believes that
the media has a significant impact on policy decisions which
they make. In order to test the validity of this belief, the
researcher posed the question. "Is your decision making
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influenced because of how you think these decisions might be
perceived or reported in the media?" It is clear to the
researcher that the belief has been upheld according to the
responses of the 28 respondents.
Overall, 32% or nine (9) of the respondents stated that
their decisions are sometimes influenced because of how they
think these decisions might be perceived or reported in the
media. Twenty-eight percent or eight (8) respondents responded
never, seven percent or two (2), often; and an alarming thirty-
two percent or nine (9) participants did not respond at all to
the question.
On the same question regarding decision-making and the
media, fifty percent of the male respondents indicated someti¬
mes and forty-two percent of the females. Fifty percent of the
females stated that their decisions are never influenced by the
media and thirty-eight percent of the males expressed the same.
Much of the information which enables an administrator
to make logical decisions based on facts is the result of key
staff participation in decision making. The staff of the
administrator has the responsibility of researching and
collecting data which will utlimately be used to justify a
decision made by the administrator. Therefore, the researcher
was interested in finding out how many administrators involve
or encourage their key staff members to participate in the
decision-making process.
The overall percentage of those who involve their staffs
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in the decision-making process very often was 60% or 17 of the
28 respondents. Only a low 7% or two of the respondents indi¬
cated that they never involve their staff or encourage them to
assist in decision making. The researcher would question the
quality of decision making by these two administrators. There
is little need for a staff if they are not utilized to assist
in the most important function of the administrator. More than
half of the male and female respondents, with averages of 56%
and 67% encourage their staff to assist in decision making.
Many decisions made by the minority administrator will
have an affect on other individuals and organizations. The
administrator sets policies that bear upon the activities of
several people and organizations. Policy, a definite method of
action selected from among alternatives and in light of given
conditions to guide and determine present and future decisions,
should be sensitive to those who will be affected.
The question was asked,."Do you solicit input from other
organizations or individuals before making decisions which
would affect them?" The researcher posed this question because
it is deemed that sound decisions are not made in isolation.
Sound decisions, those which are practical, logical and can
stand under the most adverse of circumstances, require input
from affected individuals. Thus, it is important for an
administrator, before making decisions which would affect
masses of people, to hear from them during the decision-making
process. Oftentimes, individuals who are not directly involved
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in a particular decision which is being made, can provide a
more objective viewpoint. This is not to say that an admin¬
istrator should allow the input of others to necessarily form
his/her decision. It is to say that the ideas of affected per¬
sons should have at least minimum influence of the decisions
made which would require them to make changes in their normal
activities.
The researcher was pleased to learn that most of the
respondents valued the input of affected persons in their
decision-making process. A total of 67% or 19 of the par¬
ticipants stated that they solicited input from affected per¬
sons and organizations very often, and 14% responded
"sometimes." There was only one person (female) who never
solicited input and 10% or 3 individuals did not respond to
this question.
Six percent of the males (9) and 67% of the females (9)
responded "very often."
The art of decision making involves a sequential process
which includes weighing and evaluating all choices and
alternatives. While this method is the most practical to
assure a well thought out decision, it is not always possible,
because of various restraints, limitations and peculiar cir¬
cumstances to devote the necessary time required. Therefore,
hasty decisions are made based on a gut reaction to a par¬
ticular issue. It is realistic to think that oftentimes admin¬
istrators are put in the position of making hasty decisions
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without an opportunity to consider the ultimate consequences.
The researcher sought to find out how many of the respondents
make hasty decisions.
In response to this question, 64% or 18 of the admin¬
istrators expressed that they are sometimes faced with the
task of making a hasty decision without having an opportunity
to consider the consequences. The males and females, having
almost equal responses, show 63% of the males indicating
"sometimes" and 58% of the females showing the same.
The researcher has observed many administrators in their
decision-making role and witnessed hasty decisions being made
often. Some resolutions to problems demand a hasty decision;
it is more often than not better than no decision.
One very important factor that must be considered when
evaluating the caliber of decisions made by a minority admin¬
istrator, is job security. The researcher does not want to
take a position of justifying or sanctioning the responses to
the following question, but one must certainly be cognizant of
the plight of minorities in this country to achieve equal
status, to understand why job security is sometimes a deter¬
mining factor in any given decision made by a minority
administrator. Basically, it boils down to "better you than
me."
The question asked to determine the influence of job
security in decision making was, "Would you make a decision
that you knew might adversely affect several other persons, but
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knew if you did not make that decision it would jeopardize your
job security?" Although the researcher had extremely high
hopes that all responses to this question would be negative,
even given the history of minorities in this country, those
thoughts faded as responses were reviewed. The highest
category, however, 46% or 13 of the respondents said no; 25% or
7 of the individuals were undecided; 17% or 5 indicated that
they would make a decision given these circumstances; and 11%
or 3 of the persons did not respond.
In reviewing the responses of the males and females on
this question, 33% of the females (4) said yes, and 13% of the
males (2) said yes. Half of the females said no and 44% or 7
of the males said no. Six or 38% of the males were undecided
and 8% or one female was undecided on the question. (See At¬
tachment "F",)
The question admittedly is a difficult one to respond to
in complete candor. The researcher strongly feels that if an
administrator had to make a decision that he/she knew would
adversely affect several others, because of the possibility of
jeopardizing a job, that administrator is apparently insecure
in his/her position.
There are many other factors which must be considered
when one analyzes how and why a particular decision is made.
Some of these other considerations are financial, program¬
matic and social influences. By financial, the researcher
means the circulation of money and those funds made available
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for a specified purpose. Programmatic is used as developing a
program under which action may be taken toward a goal, and
social denotes those activities which consider the interest in
social welfare or the well-being of society as a whole.
The question was asked, "Do agencies or individuals in
the private sector/city government influence your decisions on
certain issues?" "If yes, how?" There was an overwhelming
positive response with 78% or 22 of the 28 respondents saying
yes. The majority of the decisions influenced are of a
programmatic nature with 67% indicating this area. Seventeen
percent of the respondents stated that their decisions are not
influenced by agencies or individuals in the private
sector/city government.
It is incredible, from the researcher's perspective,
that administrators' decisions are not influenced by indivi¬
duals and agencies. Nevertheless, because of the response to
these questions, the researcher cannot negate that some
administrators' decisions are not influenced by other indivi¬
duals or organizations.
Ideally, many of us would like to think that
administrators, because they are considered "professionals" can
divorce themselves totally from the family and social pressures
while making decisions on their jobs. Fortunately or unfor¬
tunately, this research study clearly shows that some adminis¬
trators take family and social pressures to their jobs and
their decisions can, in fact, be a result of these influences.
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The majority of the administrators, 64%, indicated that
family and/or social pressures don't influence the type of
decisions they make; 17% stated yes to the question; 14% were
undecided; and 3% did not respond.
In addressing the question of forces that influence
decisions of minority administrators, another significant
influence must be considered. This factor has to do with
minority administrators being scrutinized because of their
minority status. Part IV of the questionnaire asked questions
to provide the researcher with information on how minorities
felt in their administrator's position being a minority.
Of the many influences which play a part in the
decision-making process of minority administrators, perhaps
this factor has more of an impact than any other.
If an administrator knows that every move he/she makes
will be closely viewed by the public, he/she will more than
likely solicit suggestions and advice from various sources to
assure that the decision made will cause minimum conflict.
This is one of the reasons so many factors influence the deci¬
sions of minority administrators.
Out of a total of 28 respondents, 75% or 21 responded
positively to the question, "Do you feel that the general
public scrutinizes your performance because you are a minority
administrator?" Only 14% or 4 of the respondents felt that
their performance was not scrutinized because of their minority
status and 10% or 3 were undecided on the question.
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The majority of the respondents also felt that the
public expects greater job performance from them as a minority
administrator than they do from their non-minority counter¬
parts .
This pressure from the general public also influences
the caliber of decisions made by minority administrators; the
fact that they are oftentimes evaluated based on how their per¬
formance measures up to that of their counterparts.
The researcher anticipted all responses to the question,
"Do you feel that the public expects greater job performance
from you as a minority administrator than they do from your
non-minority counterparts?", to be positive. However, 10% or 3
of the respondents said no and 4% were undecided. The
majority, 86%, said yes.
On the same question, the males and females generated
similar responses. Seventy-five percent of the males said yes,
as well as 75% of the females. Thirteen percent or 2 males and
17% or 2 females felt that the public didn't expect greater job
performance from them as a minority administrator than they did
from their non-minority counterparts.
To complete the analysis and interpretation section of
the internal and external forces that influence the decisions
of minority administrators, the researcher deems it important
to add another dimension to this section. This part sought
to compare and contrast the responses to the questionnaire of
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those individuals working for local government, the private
sector and non-profit organizations, (See Attachment "G".)
The respondents include fifteen (15) persons from local
government, seven (7) from the private industry and six (6)
from non-profit organizations.
This analysis will indicate, based on inferences of data
collected from the respondents, whether internal and external
forces influence decision making differently because of where
an individual is employed.
The first question that will be discussed is, "How often
does your input into decision making have a major influence on
the outcome of the situation?" Eighty percent or 12 of the
local government officials stated "very often", as did 86% or 6
of private industry employees, and 83% or 6 of the non-profit
personnel. Thirteen percent of the local government officials
stated "often" and 17% of the non-profit individuals responded
the same. Only one local government official and one private
industry employee responded "sometimes" to this question.
Neither of the respondents responded "never" to the question.
The researcher would suggest, based on the responses to
this question, that the place of employment indicates no major
difference as to the major influence that these minority
administrators' decision making has on the outcome of a
situation.
There is some correlation between the respondents on the
question, "How often are you forced to make 'hasty decisions'
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before having the opportunity to consider the consequences?"
Only two of the local government officials said very often,
while no private industry employee or non-profit organization
employee indicated the same. The highest correlation is in the
"sometimes" and "never" categories, whereas 60% or 9 government
persons said "sometimes", 57% or 4 private industry persons and
83% or 5 non-profit organization employees. In the "never"
category, the responses are 20% government employees, 29% pri¬
vate industry and 17% non-profit employees.
Thus, the question now becomes, does the place of
employment have anything to do with a minority administrator
making "hasty decisions?" The researcher is inclined to think
not. Hasty decisions are most likely based on the particular
issue and the sense of urgency it carries.
The researcher reviewed the other questions posed and
the responses from administrators in local government, private
industry and non-profit organizations. (See Attachment "G".)
The following conclusion was reached by the researcher;
The internal and external forces which influence the
decisions of minority administrators is not related to his/her
place of employment. Decisions are made based on the par¬
ticular style and technique of the individual, the policies of




The results of the study clearly indicate that external
and internal forces have a significant influence on the
decision-making process of minority administrators. More
specifically, the study reveals those forces which are unique
to black administrators in local government, private industry
and non-profit organizations in the City of Atlanta.
This preliminary research has only scratched the surface
of the need to provide empirical data on minority administra¬
tors. As more minorities are placed in positions that require
decision-making responsibilities, it becomes important that
they be able to recognize those influences which impact their
decision-making function.
The foregoing preliminary study on the forces or
pressures which influence decisions will at best serve to bring
to the attention of minority administrators some of the
influences which shape their decisions, and of which they may
be unaware. It also will assist in the realization of how they
arrive at some of their decisions.
It is the opinion of the writer that the research data
adequately supports the hypothesis, "The decision-making pro¬
cess of minority administrators in local government, private
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industry and non-profit organizations is significantly
incluenced by such unique internal and external forces of the
minority community, the media, public scrutiny and a set level
of expectations of performance from the general public."
Therefore, the writer accepts the hypothesis as stated.
Research into the decision-making process of minority
administrators has been a worthwhile endeavor. The researcher
will undoubtedly utilize the knowledge gained from this
research experience in her future positions as a social work
practitioner.
It is anticipated that this preliminary research effort
will lend itself to a more indepth and extended research task






CURRENT EQUAL OPPORTUNITY STATUS
JOB CATEGORY TOTAL EMPLOYEES ASOF1/80 TOTAL BY SEX MALE FEMALEMALE FEMALE WHITE MINORITY WHITE MINORITY
# % # % # % # % # % # %
Managers/
Administrators 267 223 84 44 16 148 55 75 28 23 9 21 8
Professionals 726 438 60 288 40 266 37 172 24 112 15 176 24
Technicians 1024 924 90 100 10 505 49 419 41 23 2 77 8
Protective
Service 1162 1063 91 99 9 615 53 448 38 34 3 65 6
Paraprofes-
sionals 291 127 44 164 56 43 15 84 29 59 20 105 36
Office/Clerical 738 139 19 599 81 58 8 81 11 169 23 430 58
Skilled Craft 559 557 99 2 .4 294 52 263 47 2 .4
Service/
Maintenance 2067 1969 95 98 5 381 18 1588 77 16 .8 82 4
TOTAL 6834 5440 80 1394 20 2310 34 3130 46 436 6 958 14
ATTACHMENT "B"




I am currently working on a study regarding the decision-making
processes in local government, private industry and non-profit
organizations as it relates to minority administrators. The
focus of this study is on the internal and external forces
which influence these decisions.
Since you have been identified as an administrator who is in a
position to provide insight into this question, I am desirous
of having you respond to the attached questionnaire. I would
greatly appreciate it if you would complete the questionnaire
and return it in the enclosed self-addressed envelope on or
before November 15, 1979.
Thank you for your assistance.
Sincerely,








The purpose of this questionnaire is to solicit your
views on the decision-making processes in city government, pri¬
vate industry and private non-profit organizations as it rela¬
tes to minority administrators and the internal and external
forces which influence these decisions. The approximate time
for completion of this questionnaire is 15 minutes. The infor¬
mation contained herein will be kept confidential. Please do
not write your name on this questionnaire.
Please answer the following questions by placing an X in
the bracket which corresponds with your response (e.g., [X]).
PERSONAL DATA
1. What is the last grade you completed in high school?
8 [ ] 9 [ ] 10 [ ] 11 [ ] 12 [ ]
2. How many years were you enrolled in a college or
university?
1. 0-4 [ ]
2. 4-6 [ ]
3. 6-10 t ]
3. What type of degree did you earn?
1. Bachelor's [ ]
2. Master's [ ]
3. Doctor's [ ]
4. Other [ ]
Specify
What is/was your field of study?
1. Public Administration [ ]
2. Business Administration [ ]
3. Law [ ]
4. Criminal Justice [ ]
5. Social Work t ]
6. Urban Planning [ ]
7. Sociology [ ]
8. Psychology [ ]
9. Political Science [ ]
10. Personnel Administration [ ]
11. Other [ ]
Specify
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Specify _6,How many years of working experience do you have?
1. 5-10 [ ]
2. 11-15 [ ]
3. 16-20 [ ]
4. 21-25 [ ]
5. 26-30 [ ]
6. Over 30 years [ ]7,What is your age group?
1. 18-25 [ ]
2. 26-33 [ ]
3. 34-41 [ ]
4. 42-49 [ ]
5. 50-57 [ ]
6. 58-65 [ ]
POSITION AND ROLES8.How many years of professional work experience did you





21-25 [ ]9.Are you an administrator for a
1. Bureau [ ]
2. Department [ ]
3. Office [ ]
4. Agency [ ]
5. Other [ ]
Specify
5610,Are you an
1. Elected Official [ ]
2. Appointed Official [ ]
3. Civil Service Employee t ]
4. Other [ ]
Specify11.How many people do you directly supervise?
1. 0-10 [ ]
2. 11-21 [ ]
3. 22-32 [ ]
4. More [ ]
Specify
DECISION MAKING
12, How often does your input into decision-making have a
major influence on the outcome of the situation?
1, Very Often [ ]
2, Often [ ]
3, Sometimes [ ]
4, Never [ ]
13, How often does peer group pressure influence the kind of
decisions that you make?
1, Very Often [ ]
2. Often [ ]
3, Sometimes [ ]
4. Never [ ]
14. Is your decision-making influenced because of how you
think these decisions might be perceived or reported in
the media?
1. Very Often [ ]
2, Often [ ]
3. Sometimes [ ]
4, Never [ j
15. Do you encourage key staff members to assist you in
decision making?
1. Very Often [ ]
2. Often [ ]
3. Sometimes [ ]
4. Never [ ]
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16, Do you solicit input from other organizations or indivi¬
duals before making decisions which would affect them?
1. Very Often [ ]
2. Often [ ]
3. Sometimes [ j
4. Never [ ]
17. Are you without the authority to make meaningful
decisions, but expected to accept the responsibility for
programmatic failure?
1. Very Often [ ]
2. Often [ ]
3. Sometimes [ ]
4. Never [ ]
How often are you forced to make "hasty decisions"
before having the opportunity to consider the
consequences?
1. Very Often [ ]
2. Of ten [ ]
3. Sometimes [ ]
4. Never [ ]
How often are your decisions likely to create conflict
with elected officials/appointed officials/civil service
employees?
1. Very Often [ ]
2. Often [ ]
3. Sometimes [ 1
4. Never [ ]
For the following questions, please indicate whether
your response is yes, no, or undecided by placing an X in the
appropriate bracket (e.g., [X]).
20, Did your previous training adequately prepare you for
the level of decision-making required when you began as
an administrator?
If yes, how
1. Yes [ ] 4. Formal education [ ]
2. No [ ] 5. One-the-job [ ]
3. Undecided [ ] 6. Self Education [ ]
5821,Would you make a decision that you knew might adversely
affect several other persons, but knew if you did not
make that decision it would jeopardize your job
security?
1. Yes [ ]
2. No [ ]
3. Undecided [ j
22. Do agencies or individuals in the private sector/city
government influence your decisions on certain issues?
If yes, what kind
1. Yes [ ] 4, Financial [ ]
2. No [ ] 5, Programmatic [ ]
3. Undecided [ ] 6, Social [ ]
23. Do family and/or social pressures influence the type of
decisions you make on your job?
1. Yes [ ]
2. No [ ]
3. Undecided [ ]
RELATIONSHIP WITH OTHER MINORITIES/MINORITY STATUS
For the following questions, please indicate whether
your response is very often, often, sometimes, or never by
placing an X in the appropriate bracket (e.g., [X]).
24. How often are you officially in contact with members of
the minority community?
1. Very Often [ ]
2. Often [ ]
3. Sometimes [ ]
4. Never [ ]
25. Is it difficult for you to maintain a personal commit¬
ment to the minority community and be responsive to the
demands of your position?
1. Very Often [ ]
2. Often [ ]
3, Sometimes [ ]
4, Never [ ]
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26, Are you rushed into making a decision because members of
the minority community are pressuring you?
1. Very Often [ ]
2, Often [ ]
3. Sometimes [ ]
4, Never [ ]
For the following questions, please indicate whether
your response is yes, no, or undecided by placing an X in the
appropriate bracket (e.g., [X]).
27, Do you feel that the public expects greater job perfor¬
mance from you as a minority administrator than they do
from your non-minority counterparts?
1, Yes [ ]
2, No t ]
3, Undecided [ ]
28, Do you feel that the general public scrutinizes your
performance because you are a minority administrator?
1, Yes [ ]
2, No [ ]
3, Undecided [ j
Thank you very much for taking the time to complete this
questionnaire.
ATTACHMENT "D"
RESPONDENTS' FIELDS OF STUDY
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Often Often Sometimes Never
How often does your input into decision
making have a major influence on the
outcome of the situation?
7% 71% 14% 3% 3%
How often does peer group pressure in¬
fluence the kinds of decisions that you make?
0% 21% 57% 21%
Is your decision making influenced because
of how you think these decisions might be
perceived or reported in the media?
32% 0% 7% 32% 28%
Do you encourage key staff members to
assist you in decision making?
60% 21% 10% 7%
Do you solicit input from other organiza¬
tions or individuals before making decisions
which would affect them?
10% 67% 10% 14% 3%
How often are you forced to make "hasty
decisions" before having the opportunity
to consider the consequences?
7% 10% 64% 17%
How often are your decisions likely to create
conflict with elected officials/appointed
officials/civil service employees?
3% 14% 71% 10%
Are you rushed into making a decision because
members of the minority community are pressuring
0% 3% 32% 64%
you?
Did your previous training
adequately prepare you for the
level of decision making re¬
quired when you began as an
administrator?
Would you make a decision that you
knew might adversely affect several
other persons, but knew if you did
not make that decision it would
jeopardize your job security?
Do agencies or individuals in the
private sector/city government
influence your decisions on
certain issues?
Do family and/or social pressures
influence the type of decisions
you make on your job?
Do you feel that the general public
scrutinizes your performance because
you are a minority administrator?
Do you feel that the public expects
greater job performance from you as
a minority administrator than they















Response Yes No Undecided






























Very Often Often Sometimes Never
M F M F M F M F
How often does your input into decision
making have a major influence on the
outcome of the situation?
81% 67% 13% 25% 6% 8% 0% 0%
How often does peer group pressure in¬
fluence the kinds of decisions that you make?
6% 0% 25% 17% 56% 50% 13% 33%
Is your decision making influenced because
of how you think these decisions might be
perceived or reported in the media?
0% 0% 13% 8% 50% 42% 38% 50%
Do you encourage key staff members to
assist you in decision making?
56% 67% 25% 8% 13% 8% 6% 17%
Do you solicit input from other organiza¬
tions or individuals before making decisions
which would affect them?
63% 75% 19% 0% 19% 17% 0% 8%
How often are you forced to make "hasty
decisions" before having the opportunity
to consider the consequences?
13% 8% 13% 8% 63% 58% 13% 25%
How often are your decisions likely to create
conflict with elected officials/appointed
officials/civil service employees?
13% 8% 6% 17% 75% 67% 6% 8%
Are you rushed into making a decision because 0%
members of the minority community are pressuring
you?
0% 6% 0% 50% 8% 44% 92%
No Response Yes No Undecided
M F M F M F M F
Did your previous trainining
adequately prepare you for the
for the level of decision making
required when you began as an
administrator?
69% 75% 31% 17% 0% 0% 6% 0%
Would you make a decision that you
knew might adversely affect several
other persons, but knew if you did
not make that decision it would
jeopardize your job security?
6% 8% 13% 33% 44% 50% 38% 18%
Do agencies or individuals in the
private sector/city government
influence your decisions on
certain issues?
0% 8% 88% 67% 13% 25% 0% 0%
Do family and/or social pressures
influence the type of decisions
you make on your job?
0% 8% 19% 17% 69% 58% 13% 17%
Do you feel that the general public
scrutinizes your performance because
you are a minority administrator?
0% 0% 88% 75% 16% 25% 6% 0%
Do you feel that the public expects 0% 0% 75% 75% 13% 17% 13% 8%
greater job performance from you as
a minority administrator than they
do from your non-minority counterparts?
ATTACHMENT "G"
VERY OFTEN OFTEN SOMETIMES NEVER
L. G* P.I. NON-I^ L. G • P.I. NON-I^ L. G. P.I. NON-P L. G. P.I. NON-P
1, How often does your in¬
put into decision-making
have a major influence on














( 1) ( 0) ( 0) ( 0) ( 0)
2. How often does peer group
pressure influence the kinds
of decisions that you make? ( 0) ( 0) ( 0)
27%












( 1) ( 0)
3, Is your decision making
influenced because of how
you think these decisions
might be perceived or re¬
ported in the media? ( 0) ( 0) ( 0) ( 0)
29%













4, Do you encourage key



















{ 1) ( 0)
5, Do you solicit input
from other organizations or
individuals before making

















{ 1) ( 0) ( 0)
6, How often are you
forced to make "hasty
decisions" before having
the opportunity to con¬
sider the consequences?
13%


















7. How often are your
decisions likely to create










8, Are you rushed into
making a decision because
members of the minority com¬
munity are pressuring you? ( 0) ( 0) ( 0)
9. Did your previous train¬
ing adequately prepare you
for the level of decision¬
making required when you 67% 86% 83%
began as an administrator? (10) ( 6) ( 5)
10. Would you make a decision
that you knew might adversely
affect several other persons,
but knew if you did not make
that decision it would jeo- 13% 14% 50%
pardize your job security? ( 2) ( 1) ( 3)
11. Do agencies or indivi¬
duals in the private sector/
city government influence
your decisions on certain 60% 14% 100%
issues? ( 9) ( 1) ( 6)
12. Do family and/or social
pressures influence the type
of decisions you make on your 7% 29% 33%


















































































VERY OFTEN OFTEN SOMETIMES NEVER
13, Do you feel that the
general public scrutinizes
L, G, P, I, NON-P L, G, P, I, NON-P L,G, P, I, NON-P L,G, P, I, NON-P
your performance because you
are a minority administrator?
14, Do you feel that the
public expects greater job











( 2) ( 0)
7%
( 1)
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